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Abstract: Leadership is a critical resource that helps organization to sustain 
organizational effectiveness either in public sector or in private sector. Leadership plays 
a strong influence on employee’s motivation, emotion, attitudes and performance as 
leaders have ability to transmit meaning to employees. However, different leadership 
styles have different impacts on employee performance. Although it is demonstrated 
that leader is capable to produce positive outcomes for employee performance, but it is 
interesting to know how leadership can influence voluntary behaviors such as 
organizational citizenship behavior and thus further enhance organizational 
effectiveness. This paper seeks to provide a review in the literature for the effects of 
leadership on employee performance and the innovativeness of organizational 
citizenship behavior in order to inform the public sector to focus on emphasizing the 
development of leadership capacity among civil servants to improve public sector 
employee performance. 
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Good leadership attempt to develop 
and implement policies to achieve goals 
and objectives and to meet the mission 
of an organization (Hope, 2003). 
Leadership is an important resource for 
an organization and Greenberg and 
Baron asserted that (1997), leadership 
is the key ingredient for organizational 
effectiveness and it has enormous 
influence on organizational success. 
This is because a responsible leader is 
capable to set the essential mission, 
formulates strategies, coordinates 
activities and increases followers’ 
commitment towards achieving the 
mission for the institution and or 
organization.   
 
A leader is the most influential 
person in organization because he/she 
is expected to make decisions based on 
the policies and procedures which may 
have impact on all levels of people in the 
organization (Kolthoff, Erakovich, & 
Lasthuizen, 2010). Leadership is a key 
factor that makes everything work 
together seamlessly in an organization, 
so without proper leadership, an 
organization would be sluggish, 
stagnant and underperforming (Daft, 
2008). In today’s demanding world 
leaders are constantly pressured to 
improve organizational performance.  
The effects of leadership on employee 
performance is critical for 
organizational effectiveness in both 
public and private organizations.  
 
2. Literature Review 
 
2.1. Leadership Styles 
 
The study of leadership essentially 
looks at traits, behaviors, and situations. 
There is no one universal definition that 
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can fully describe leadership. Some 
described leadership as a form of social 
influence; a person who uses power and 
influence to instruct followers; and a 
process of inducing followers to achieve 
certain goals according to values and 
motivations (Burns, 1978; House & 
Baetz, 1976; Yukl, 1998). There are 
certain commonalities that runs through 
the various definitions of leadesrhip, 
where (i) leadership occurs within a 
group, it takes place in the interaction 
between leaders and followers 
(Cherrington, 1994); (ii) leadership is a 
process of influence, it involves 
influencing follower’s thought, attitudes 
and behaviors to work toward common 
shared goals (Cummings et al., 2010); 
and (iii) leadership places a high focus 
on goal achievement, a leader sets the 
essential mission, formulates the 
strategy, coordinates work activities, 
and increases followers’ commitment 
towards achieving the desired goal 
(Greenberg & Baron, 1997).  
 
Leaders have an essential role of 
influence within a social network 
connection in which leaders have the 
ability to shape follower’s emotions and 
attitudes; change follower’s view by 
transforming their values, belief and 
trust (Jung & Avolio, 2000) through non-
coercive ways; and motivate followers 
to perform beyond their role 
expectations. 
Followers are willing to alter their 
attitudes and behaviors throughout the 
process of influence, and works toward 
attaining goals as directed by leaders. A 
supportive leader will not leave 
followers to confront problem alone; 
rather, the leader serves as role model 
for followers to learn the correct and 
appropriate work attitudes and 
behaviors (Colquitt, LePine & Wesson, 
2009). Followers generally feel more 
motivated when they receive necessary 
support from a leader, it will encourage 
them to work hard and accomplish their 
work performance which may directly 
contribute to organizational 
effectiveness.  
 
Burns (1978) believed that there 
are two forms of leadership behavior 
that is transformational and 
transactional leadership. 
Transformational leadership behaviors 
include articulate challenging but 
attainable vision, act as a role model for 
followers to imitate good behaviors, 
encourage followers’ intellectual 
thinking, provide support and foster 
followers to accept a group vision 
(Podsakoff, MacKenzie, Moorman & 
Fetter, 1990). A transformational leader 
works in changing follower’s value by 
appealing them to have a collective 
vision (Hughes, Ginnett & Curphy, 1996). 
Transformational leader gets followers 
to perform above and beyond their role 
requirements by aligning with followers’ 
interest, getting followers to internalize 
the values, serving as a role model and 
eliciting followers’ motivation (Jung & 
Avolio, 2000).  
 
2.2. Employee Performance 
 
Employee performance can be 
enhanced if an organization become 
more efficient in managing its resources. 
The collective performance among 
employees in an organization can 
directly impact on overall 
organizational performance. Employee 
performance can be measured through 
several measurements, and the most 
popular measurement for employee 
performance is task performance.  
 
Task performance is defined as 
duties and responsibilities that are a 
core part of job which directly 
transform organizational resource into 
goods and services (Colquitt et al., 2009). 
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Task performance is a set of obligations 
written as part of the job requirement 
for employees. For instant, the task 
performance for a call operator includes 
answering calls, recording customer 
complaints, providing information 
needed by customer and fulfilling 
customer requirements. When 
employee use their knowledge, ability 
and skill to accomplish the daily task, 
they are engaging in task performance. 
A leader is expected to motivate their 
employees by influencing their 
followers’ personal value (Jung & Avolio, 
2000) into tailoring with the collective 
shared value of the organization. As a 
result, employees internalize the group 
vision as their own personal goals which 
are challenging yet attainable. Therefore, 
they actually engaged and demonstrate 
superior effort to achieve these goals. 
Task performance is sometimes also 
referred to as in-role performance. 
 
2.3. Leadership Styles and Employee 
Performance 
 
Different leadership styles have 
different impacts on employee 
performance. MacKenzie, Podsakoff, and 
Rich (2001) indicated that both 
transactional and transformational 
leadership have a positive relationship 
with in-role performance. However, 
their study found not all dimensions of 
transformational leadership have a 
positive relationship with in-role 
performance, instead, intellectual 
stimulation was negatively related to 
performance. This may happen when 
employees suffer from the pressure of 
constantly looking for better ways in 
performing their job.  
 
Bartram and Casimir (2007) 
examined the relationship between 
transformational leadership and in-role 
performance by using a group of 
customer service operators. The 
respondents were asked to evaluate 
their supervisor’s leadership styles and 
the supervisor were asked to rate their 
employee performance. The study found 
that transformational leadership was 
directly related to performance.  The 
study also found an indirect relationship 
between transformational leadership 
and performance through the mediating 
effects of empowerment and trust. It is 
suggested that organization need to 
empower their employees in order for 
them to increase in-role performance.  
 
A laboratory study conducted by 
Tabernero, Chambel, Curral, and Arana 
(2009) examined the influence of leader 
behaviors on group performance. The 
respondents were students in a Spanish 
university. The students were divided 
into twenty-four groups and one 
student from each group was randomly 
selected as a leader to follow a 
leadership training course. Twelve 
student leaders were trained to be task-
oriented and another twelve student 
leaders were trained to be relationship-
oriented. Group members were self-
evaluated using a questionnaire on 
group cohesion, group efficacy, 
relational normative contract, and 
perception of leader’s behavior. Results 
of the study indicated that task and 
relationship oriented leadership was 
related to relational normative contract. 
The findings suggests that when 
employees perceive more task-oriented 
and relationship-oriented leadership 
behavior, they would develop a more 
intense relational normative contract. In 
addition, task-oriented leadership is 
found to enhance group efficacy 
whereas relationship-oriented 
leadership is found to develop greater 
group cohesion. The findings of the 
study also indicated that task-oriented 
leadership enhances organizational 
performance. However, the effect of 
relationship-oriented leadership on 
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organizational performance was found 
not to be significant. 
 
Schaubroeck, Lam, and Cha (2007) 
investigate the relationship between 
transformational leadership and team 
performance. They respondents were 
consisted of financial services teams of a 
large multinational bank. 
Questionnaires were distributed 
through the bank’s internal mail system. 
The study found that team potency 
mediates the relationship between 
transformational leadership and team 
performance. In addition, the study 
found that most of the overall 
moderating effect of transformational 
leadership on team performance is 
mediated by team potency. The findings 
suggest that, the indirect effect of 
transformational leadership was 
stronger at a high level of power 
distance and collectivism through team 
potency on team performance.  
 
Podsakoff, Bommer, Podsakoff, and  
MacKenzie et al. (2006) examined the 
relationship between leader reward and 
punishment behaviors toward employee 
perceptions of justice and role 
ambiguity; employee behaviors of in-
role performance and employee 
attitudes of trust in leader, perceptions 
of organizational support, satisfaction, 
commitment, intention to stay and 
cynicism. The respondents worked in a 
variety of manufacturing firms in a 
Midwestern state in the United States. 
The study found that leader reward and 
punishment behavior are positively 
related to all criterion variables except 
for cynicism where a negative 
relationship was found. This finding 
suggest that leader contingent reward 
behavior is strongly related to employee 
perceptions, attitudes, behaviors and 
performance.  
 
Leaders generally stand in a unique 
position to influence followers’ 
motivation, value and aspirations which 
subsequently influence their attitudes 
and behaviors (Luthans, 2008; Ngodo, 
2008). Studies have showed that there is 
evidence that transformational 
leadership produce positive outcomes 
to organization such as satisfaction, 
trust in leader, commitment, 
performance and organizational 
learning (Ngodo, 2008).  
 
3. Innovativeness of Organizational 
Citizenship Behavior  
 
Organizational citizenship behavior 
is a series of voluntary behavior that is 
not stated in the formal agreement of 
job contract (Organ, 1988). Employees 
who are performing citizenship 
behavior are do so entirely voluntarily. 
Performance of citizenship behavior is 
not directly rewarded and neither are 
the rewards contractually guaranteed 
by any formal policies and procedures 
of an organization. 
 
Organ (1988) described that 
organizational citizenship behaviour 
contained five core dimensions, namely 
altruism, courtesy, sportsmanship, 
conscientiousness, and civic virtue. (i) 
Altruism is the helping behaviors where 
the individual employee offer helps to 
others on organizational-related 
problems. (ii) Courtesy is the actions of 
individual in preventing the occurrence 
of work-related problems. (iii) 
Sportsmanship includes displaying 
tolerance on circumstances that are not 
ideal, minimizing complaints, and 
reducing blame. (iv) Conscientiousness 
is when employees go beyond the 
minimum role requirement and work 
standard. Finally, (v) civic virtue 
emerges when employees protect the 
image of the organization in the public.  
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Borman and Motowidlo (1997) 
pointed out that organizational 
citizenship behavior is one of the 
taxonomies of contextual performance.  
Contextual performance is voluntarily 
behaviors but do not affect by rewards 
for additional work done (Becton, Giles 
& Schraeder, 2008) and is not tied to 
any specific job requirement. It is a 
common interaction behavior within 
organization which includes 
volunteering behaviors for extra work 
and helping behaviors to get work 
accomplished. Employee performs 
citizenship behaviors by voluntarily 
helping employees/co-workers 
maintaining good relationship among 
colleagues, cooperating and being 
supportive in work groups, getting task 
accomplished on time, respecting the 
rules and regulation, protecting the 
organization image and providing 
constructive suggestion for future good 
of the organization, among others. 
Organizational citizenship behavior is 
the set of behaviors that will shape the 
organizational, social and psychological 
context and thus contribute to 
organizational effectiveness (Borman & 
Motowidlo, 1997). 
 
Past research points out many 
benefits of organizational citizenship 
behavior such as enhancing co-workers 
and managerial productivity; freezing 
up resources for more productive 
purposes; reduces the need to devote on 
scarce resources; helps coordinate 
activities in work groups; enhances 
organizational ability to attract and 
retain the  best employees; increases the 
stability of organizational performance, 
and enables the organization to adapt to 
environmental changes more effectively  
(Organ, 1988).  
 
Previous researchers have 
examined the link between 
organizational citizenship behavior and 
organizational and employee 
performance from several perspectives 
such as objective and subjective 
productivity; quality and quantity of 
performance; efficiency, profitability, 
and satisfaction (Moideenkutty, Blau, 
Kumar, & Nalakath, 2005; Sun, Aryee, & 
Law, 2007). For example, the effects of 
organizational citizenship behavior on 
quantity and quality of work group 
performance were examined by 
Podsakoff and MacKenzie (1997) and 
they found that OCB is related to work 
group performance where 
organizational citizenship behavior is 
inclined to better predict the quantity of 
performance. The dimensions of 
organizational citizenship behavior 
namely helping behavior and 
sportsmanship were found to have 
positive relationships with quantity of 
employee performance, but only helping 
behavior was found to have a significant 
impact on quality of employee 
performance. Walz and Niehoff (2000) 
also found helping behavior to be 
positively related to quality of employee 
performance, organizational efficiency, 
and organizational revenue.  
A study by Yen and Niehoff (2004) 
and Organ (1997) found that 
organizational citizenship behavior does 
maintain the social interaction of both 
internal and external customers. What 
their means is that employees who 
engage in citizenship behaviors are 
more likely to have a good social 
relationship with their co-workers, and 
hence increase task performance. When 
employees are able to work well in 
groups, they will deliver excellent and 
efficient service to customers, and 
subsequently satisfy customer 
requirement. Koys (2001) in his 
longitudinal study on chain restaurants 
found that employee satisfaction and 
organizational citizenship behavior are 
positively related to customer 
satisfaction and suggesting that 
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organizational citizenship behavior 
increases customer satisfaction and 
reduces customer complaint. 
 
Past studies indicate that leader 
behaviors accounted for significant 
variance in employees’ attitudes and 
performance which in turn contribute 
directly and indirectly to organizational 
performance and organizational 
productivity (Borman & Motowidlo, 
1997, Colquitt et al., 2009). It is asserted 
that leader has the ability to heighten 
followers’ awareness on collective goals 
and inspire follower to perform beyond 
expectation (Colquitt et al., 2009), which 
is displayed through organizational 
citizenship behavior.  
 
Leadership has been identified as an 
important indicator for employee to 
display citizenship behaviors because 
leaders have the influential power over 
employees’ attitudes and behaviors. 
Employees will alter their attitudes and 
behaviors when they feel motivated and 
supported by their leader, and they will 
thus perform well and beyond role 
expectations to achieve organizational 
goals directed by the leader. A leader 
has the dynamic power to change the 
task structure and reinforce the working 
condition which could broaden the 
opportunity for followers to engage in 
citizenship behaviors, subsequently, 




Leadership plays a critical role in 
contributing to employee performance 
by setting a shared vision, providing 
necessary support and motivating 
employees to work beyond expectation 
and engage in citizenship behaviors. 
Leader behaviors were found to 
contribute about 21% of variance in 
employee performance (Podsakoff, 
MacKenzie, & Bommer, 1996) 
suggesting that a leader is a better 
positioned to shape follower’s positive 
attitudes and subsequently improve 
organization’s effectiveness, regardless 
of whether it is to a public or private 
organization.  
 
Employees attached to 
transformational leader tend to have 
higher level of task performance and 
engage in higher level of citizenship 
behaviors (Colquitt et al., 2009). This is 
because a supportive and charismatic 
leader is able to motivate and encourage 
employees to work beyond role 
requirement and positively engage in 
citizenship behaviors (Podsakoff et al, 
2006). 
 
Leadership should not rely overly 
focus on task performance but they 
should also pay attention to citizenship 
behavior because empirical evidence 
shows that organizational citizenship 
behaviors does influence organizational 
performance (Borman & Motowidlo, 
1997). The organizational citizenship 
behaviors does not only support the 
organizational technical core activities 
but also is essential in supporting the 
organizational culture and social 
relationship of the organization 
(Hattrup, O'Connell, & Wingate, 1998).  
 
Although public service 
organizations have sound, good and 
efficient management, but given that 
today’s dynamic environment, the 
public sector also needs to intensify its 
public service reform efforts. A focus on 
the beneficial effects of organizational 
citizenship behaviors on organizational 
effectiveness and the role of leadership 
in influencing organizational citizenship 
behavior must be given important 




Proceeding of The International Conference on Government & Public Affairs 2016 (ICOGPA2016) 
ISBN 97898344661-7-6  




Bartram, T., & Casimir, G. (2007). The 
leadership between leadership and 
follower in-role performance and 
satisfaction with leader: The 
mediating effects of empowerment 
and trust in the leader. Leadership & 
Organization Development Journal, 
28, 4-19. 
 
Becton, J. B., Giles, W. F., & Schraeder, M. 
(2008). Evaluating and rewarding 
OCBs: Potential consequences of 
formally incorporating 
organizational citizenship behavior 
in performance appraisal and 
reward systems. Employee Relation, 
30(5), 494 – 514.  
 
Borman, W. C., & Motowidlo, S. J. (1997). 
Task performance and contextual 
performance: The meaning for 
personnel selection research. 
Human Performance, 10, 99-109. 
 
Burns, J. M. (1978). Leadership. New 
York: Harper & Row. 
 
Cherrington, D. J. (1994). Organizational 
behavior: The management of 
individual and organizational 
performance (2nd ed.). USA: Allyn 
and Bacon. 
 
Colquitt, J. A., LePine, J. A., & Wesson, M. 
J. (2009). Organizational Behavior: 
Improving performance and 
commitment in the workplace. New 
York: McGraw-Hill Irwin. 
 
Cummings, G. G., MacGregor, T., Davey, 
M., Lee, H., Wong, C. A., Lo, E., et al. 
(2010). Leadership styles and 
outcome patterns for the nursing 
workforce and work environment: 
A systematic review. International 
Journal of Nursing Studies, 47(3), 
363-385 
 
Daft, R. L. (2008). The leadership 
experience (4th ed.). USA: Thomson 
South-Western. 
 
Greenberg, J., & Baron, R. A. (1997). 
Behavior in organizations: 
Understanding and managing the 
human side of work (7th ed.). New 
Jersey: Prentice Hall International, 
Inc. 
 
Hattrup, K., O'Connell, M. S., & Wingate, 
P. H. (1998). Prediction of 
multidimensional criteria: 
Distinguishing task and contextual 
performance. Human Performance, 
11(4), 305-319. 
 
Hope, K. R. (2003). Employee 
perceptions of leadership and 
performance management in the 
Botswana public service. Public 
Personnel Management, 32(2), 301-
313.  
 
House, R. J., & Baetz, M. L. (1976). 
Leadership: Some empirical 
generalizations and new research 
directions. In B. M. Staw (Ed.), 
Research in organizational behavior: 
An annual series of analytical essays 
and critical reviews (Vol. 1, pp. 341-
423). Greenwich, Connecticut: JAI 
Press Inc. 
 
Hughes, R. L., Ginnett, R. C., & Curphy, G. 
J. (1996). Leadership: Enhancing the 
lesson of experience. London: Irwin. 
 
Jung, D. I., & Avolio, B. J. (2000). Opening 
the black box: An experimental 
investigation of the mediating 
effects of trust and value 
congruence on the transformational 
and transactional leadership. 
Journal of Organizational Behavior, 
21(8), 949-964. 
 
Proceeding of The International Conference on Government & Public Affairs 2016 (ICOGPA2016) 
ISBN 97898344661-7-6  
© 2016 ICOGPA2016 
8 
 
Kothoff, E., Reakovich, R., & Lasthuizen, 
K. (2010). Comparative analysis of 
ethical leadership and ethical 
culture in local government: The 
USA, The Netherlands, Montenegro 
and Serbia. International Journal of 
Public Sector, 23(7), 596-612. 
Koys, D. J. (2001). The effects of 
employee satisfaction, 
organizational citizenship behavior, 
and turnover on organizational 
effectiveness: A unit-level, 
longitudinal study. Personnel 
Psychology, 54, 101-114. 
 
Luthans, F. (2008). Organizational 
Behavior (11th ed.). New York: 
McGraw-Hill. 
 
MacKenzie, S. B., Podsakoff, P. M., & Rich, 
G. A. (2001). Transformational and 
transactional leadership and 
salesperson performance. Academy 
of Marketing Science, 29(2), 115-134. 
 
Moideenkutty, U., Blau, G., Kumar, R., & 
Nalakath, A. (2005). Relationship of 
organizational citizenship behavior 
and objective productivity to 
managerial evaluations of 
performance in India. International 
Journal of Commerce & Management, 
15(3), 221-229. 
 
Ngodo, O. E. (2008). Procedural Justice 
and trust: The link in the 
transformational leadership-
organizational outcomes 
relationship. International Journal of 
Leadership Studies, 41, 82-100. 
 
Organ, D. W. (1988). Organizational 
citizenship behavior: A good soldier 
syndrome. Toronto: Lexington 
Books. 
 
Organ, D. W. (1997). Organizational 
citizenship behavior: It's construct 
clean-up time. Human Performance, 
10(2), 85-97. 
 
Podsakoff, P. M., Bommer, W. H., 
Podsakoff, N., & MacKenzie, S. B. 
(2006). Relationships between 
leader reward and punishment 
behavior and subordinate attitudes, 
perceptions, and behaviors: A meta-
analytic review of existing and new 
research. Organizational Behavior 
and Human Decision Processes, 99, 
113-142. 
 
Podsakoff, P. M., & MacKenzie, S. B. 
(1997). Impact of organizational 
citizenship behavior on 
organizational performance: A 
review and suggestions for future 
research. Human Performance, 
10(2), 133-151. 
 
Podsakoff, P. M., MacKenzie, S. B., & 
Bommer, W. H. (1996). Meta-
analysis of the relationship between 
Kerr and Jermier's substitutes for 
leadership and employee job 
attitudes, role perceptions and 
performance. Journal of Applied 
Psychology, 81(4), 380-399. 
 
Podsakoff, P. M., MacKenzie, S. B., 
Moorman, R. H., & Fetter, R. (1990). 
Transformational leader behaviors 
and their effects on followers' trust 
in leader, satisfaction and 
organizational citizenship behaviors. 
Leadership Quarterly, 1(2), 107-142 
 
Schaubroeck, J., Lam, S. S. K., & Cha, S. E. 
(2007). Embracing transformational 
leadership: Team values and the 
impact of leader behavior on team 
performance. Journal of Applied 
Psychology, 92(4), 1020-1030. 
 
Sun, L.-Y., Aryee, S., & Law, K. S. (2007). 
High-performance human resource 
Proceeding of The International Conference on Government & Public Affairs 2016 (ICOGPA2016) 
ISBN 97898344661-7-6  
© 2016 ICOGPA2016 
9 
 
practices, citizenship behavior, and 
organizational performance: A 
relational perspective. Academy of 
Management Journal, 50(3), 558-
577. 
 
Svara, J. H. (2008). Strengthening local 
government leadership and 
performance: Reexaming and 
updating the winter commission 
goals. Public Administration Review, 
68(1), 37-49. 
 
Tabernero, C., Chambel, M. J., Curral, L., 
& Arana, J. M. (2009). The role of 
task-oriented versus relationship-
oriented leadership on normative 
contract and group performance. 
Social Behavior and Personality, 
37(10), 1391-1404. 
 
Walz, S. M., & Niehoff, B. P. (2000). 
Organizational citizenship 
behaviors: Their relationship to 
organizational effectiveness. Journal 
of Hospitality & Tourism Research, 
24, 301-318. 
 
Yen, H. R., & Niehoff, B. P. (2004). 
Organizational citizenship 
behaviors and organizational 
effectiveness: Examining 
relationships in Taiwanese banks. 
Journal of Applied Social Psychology, 
34, 1617-1637. 
 
Yukl, G. (1998). Leadership in 
organizations. Englewood Cliffs, NJ: 
Prentice-Hall. 
 
 
